The purpose of this editorial is to help prospective authors contemplate how to advance research on international HRD and use HRDI as a vehicle to disseminate their cutting-edge work. As articulated by HRDI's aims and scope, authors have a unique opportunity of publishing their pioneering and novel work in HRDI, which can be distinct in three ways:
design methodologically innovative studies to theorize NHRD using a multilevel approach (i.e. macro, meso, and micro) (Garavan et al. 2018) .
The cross-cultural/comparative strand of IHRD draws our attention to the influence of national cultures, traditions, values, and beliefs on HRD practices and policies. Scholarly work on this strand till date has been heavily influenced by the Hofstede framework (Garavan, Carbery, and Rock 2012) , even though several scholars have critiqued the scope of Hofstede's framework to be limited in delineating within-country variations of cultural preferences at the individual (generational differences), organization (organizational culture differences), or state/province levels (regional differences of cultures) and for its overt focus on differences between national cultures instead of commonalities (Ailon 2008; McLean 2017; Signorini, Wiesemes, and Murphy 2009 ). Besides, HRD scholars need to weigh in more on the ongoing debate on advantages and disadvantages of divergence and convergence of HRD practices (Cseh, Davis, and Khilji 2013) . To address these gaps, I invite contributions to HRDI that use both postpositivist and constructivist approaches to add to the literature on cross-cultural /comparative HRD (see recommendations for using appreciative inquiry and perspective taking by Ardichvili and Kuchinke 2002 ; see recommendations for using Hofstede's framework with improved precision by Taras, Kirkman, and Steel 2010) .
The strand on internationalizing organizations and expatriates has largely focused on issues related to developing employees who undertake international assignments, primarily expatriates (Anderson 2015) . Comparatively, much less focus has been given to the structures needed to support the functioning of HRD practices in different types of organizations in international spaces that include INGOs, MNCs, international joint ventures and SMEs, and inter-governmental organizations . For instance, little is known about how diffusion of HRD practices is happening across subsidiaries of global organizations (Garavan, Carbery, and Rock 2012) . Given that a key aim for HRD is to bring learning and change into an organizational context (Watkins 2000, 58) , and HRD integrates the values and practices of organization development (OD) (Ruona 2016) , it is imperative that HRD scholars conduct studies to understand how international organizations function. To that end, I invite contributions to HRDI that complement the scholarship on expatriates with a focus on the structural arrangements that facilitate the delivery of HRD effectively in international organizations.
Furthermore, I would draw attention to the concept of IHRD ecosystem proffered by Garavan, McCarthy, and Carbery (2019) . IHRD ecosystem can help us to understand 'the multiplicity of actors that work collaboratively to shape IHRD practices, develop IHRD systems and add value to individuals, organizations, countries, regions and society' (p. 2). Adopting the lens of IHRD ecosystem can help to avoid a universalistic approach of generalizing the application of IHRD practices and extend the focus to macro and mesolevels of analysis beyond individuals and organizations.
I look forward to contributions to HRDI that address the above noted areas. Please email me on rajashi.ghosh@drexel.edu if you have any questions.
